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As generally known, the demand for labour comes from employers and is derived 
from their needs and requirements to produce goods and services. It is normal 
industry practice that firms choose their staffing levels according to a number of 
factors, including the cost of labour, the productivity of the workforce, the current 
and anticipated level of production, and the price that each firm can command for 
its output. More to the point, this paper addresses the initial start toward 
developing a comprehensive system containing information that would help in the 
decision-making activities of the organisation. However, it must be stressed here 
that the prototype developed for this research, which is the output of this research, 
is just a database and not a system per se. Throughout the survey period, there 
were a total of 983 companies that responded to the survey. Out of these, several 
sets of returned questionnaires were either not comprehensively completed, or not 
usable for this study. Out of these 983 companies, only a total of 968 company 
demographic information was captured into the database.  Finally, for this 
research, the establishment of Labour Market Information (LMI) database was a 
very challenging task since information on labour market were initially still too 
large.  Activities like identifying effective information and analysing them were 
very excruciating since there was no proper foundation yet to exist in the local 
environment during the early stage. Even though the LMI database put forward 
from this research is quite efficient in describing designated relationships, it is still 
a prototype that can be further improved to meet the ever changing labour 
environment in this country.  
 




Labour market information (LMI) is the information needed to help every individual and 
organisation make better decisions about jobs or work lives. Normally, LMI also includes 
occupational descriptions and requirements or career information such as educational 
qualifications, main duties, wage rates, the availability of workers, current employment trends 
and the outlook for the positions. 
 
In addition to that, LMI also provides macroscopic views of industrial information such as 
questions pertaining to the employment size of the manufacturing sector in comparison to the 
service sector or other sectors.  Adding up to that, LMI also spares information like descriptions 
of industries, lists of employers in each of the industrial sectors, requirements for employment, 





LMI can be broadly defined as the information needed by individuals and organisations to make 
correct decisions about the labour market. In narrower terms, LMI is an instrument that provides 
information about supplies of and demands for labour in a certain labour market. In other words, 
any information retrieved from LMI allows each individual to respond to market signals such as 
wage changes and job opportunities in a timely fashion.  
 
As generally known, the demand for labour comes from employers and is derived from their 
needs and requirements to produce goods and services. It is normal industry practice that firms 
choose their staffing levels according to a number of factors, including the cost of labour, the 
productivity of the workforce, the current and anticipated level of production, and the price that 
each firm can command for its output.  Correspondingly, job opportunities arise when firms 
expand their operations and when firms replace employees who are leaving their jobs, such as 
retirees.  
 
Meanwhile, the supply of labour refers to the number of people currently working or actively 
seeking employment. The size of the labour supply is determined by the number of individuals 
of working age (16 years of age or older) as well as the proportion of the working-age 
population that wishes to work. Other aspects of labour supply include the hours that staff work, 
the effort put forth by employees, and the skills possessed by the workforce. Thus, labour 
supply is determined by numerous factors including the age distribution of the population, 
retirement behaviour, migration patterns, education and training decisions, fertility rates, the 
state of the economy, and an individual’s decisions concerning the allocation of time between 
work activities and leisure. 
 
Contradicting the normal economic theory of supply and demand, in the labour market however, 
excess supply does not typically result in price reduction (i.e. drop in the wage rate). Similarly, 
excess demand does not necessarily lead to a rise in price.  
 
Some of the major reasons for these deviations from straightforward supply and demand 
economics are: 
• institutional Forces, 
• long-term nature of the employment contract, 
• unique workers and unique jobs, and 




This section elaborates in greater detail about the topics covered in this research. Providing clear 
perspectives of LMI with literal definition, this section then proceeds with the discussion on 
operational and performance aspects of LMI. 
 
Labour Market Information Definition  
Despite the widespread use of the labour market information concept, it is usually not clear 
what is exactly meant by it. This section proceeds to discuss several definitions of LMI, and 
117 
 
suggests a broad definition that emphasises the users’ perspective.  An early definition of LMI 
reads as follows (Jones, 1980): 
 
Any information concerning the size or composition of the labour market or any 
part of the labour market, the way it or any part of it functions, its problems, the 
opportunities which may be available to it, and the employment-related intentions 
or aspirations of those who are part of it. 
 
This definition may be confusing for a number of reasons. One is that it is hard to observe the 
labour market directly, or to measure its size with the aim of producing information. The usual 
starting point for the analysis of labour market development is the labour force, which, as a 
result of labour market transactions, is subdivided into the employed and the unemployed 
fragments. Measurements of the size, structure, and characteristics of the labour force are parts 
of the set of basic labour statistics as defined in international standards.  
 
A second example of a definition of labour market information can be found in a recent research 
report by the former Overseas Development Agency (ODA, currently named DFID). In ODA 
(1996), LMI is defined as “the total package of labour market signals, indicators and 
intelligence”. Furthermore, labour market signals are defined as “discrete pieces of raw 
evidence, whether quantitative or qualitative”, and labour market indicators are defined as 
“several signals, which, when processed together, imply a trend or direction” (ODA 1996, pp. 6-
7). These broad definitions thus include both quantitative and qualitative information.  
 
A different approach is to define labour market information in terms of needs of users. An 
example of such a definition is offered in a study of the labour market information system in 
Malaysia, in which labour market information is defined as follows (NEI 1998, Volume II, p. 
94): 
labour market information can be defined as the end product of needs assessment, 
preparation, collection, processing, dissemination and analysis of labour market 
and other data. 
 
The NEI report emphasises that information is the end product of a number of processes, 
starting with an assessment of the needs of the users of the information. For the purpose of this 
report, labour market information is defined as follows:  
 
The information needed by individuals and organisations to make au fait decisions 
about labour markets. In narrower terms, LMI is an instrument that provides 
information about supplies of and demands for labour in a certain labour market.  
In other words, any information retrieved from LMI allows each individual to 
respond to market signals such as wage changes and job opportunities in a timely 
fashion. 
 
This definition recognises that LMI can only be defined by the users of the information. It also 
points at the fact that concepts, definitions, and methodologies exist to collect information on 
labour market actors or participants. The definition further allows for the inclusion of both 
statistical and non-statistical information, as well as information on the broader economic 
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environment of labour market actors. Statistical information is defined here as information 
collected through the application of statistical methodologies (e.g. censuses, surveys, etc.), 
which includes quantitative as well as qualitative information. Non-statistical information can 
also be of a quantitative or qualitative nature, and may be subjected to certain conventions or 
practices.  
 
Operation and Performance of LMI 
The above definition suggests that the contents of LMI can shed light on questions related to the 
operation and the performance of the labour market. It can come in different forms depending 
on the needs of users. For example:  
• For individuals making career choices, the most relevant LMI is about available 
occupational options, training, and educational opportunities, the current labour market 
environment, and future trends.  
• For job seekers, LMI may be about job opportunities, skill level requirements, working 
conditions, prevailing wage rates, and effective job search strategies. 
• For employers, LMI can guide compensation strategies, recruitment efforts, training 
practices, investment and location decisions, and collective bargaining.  
• For educators, LMI can be useful when forecasting students’ demand, developing 
curricula, and planning course offerings. 
 
Some of the questions typically answered by LMI are such as:  
• Which geographic regions (states) have the brightest employment prospects?  
• How are different segments of the population performing in the labour market?  
• What jobs are employers having difficulty filling in?  
• What types of training and education do employers require from prospective 
employees?  




This section discusses the methodology of the research. The discussion also includes the 
description of research design, the determination of research population, sampling, analysis, and 
the presentation of research report. In addition to that, this section also discusses in greater 
detail about the method of questionnaire design, distributions, and data collection. 
 
Research Design 
This research was conducted based on the field survey approach using a structured instrument in 
gathering primary data. The study was a cross sectional study with data collected from 8 August 
2006 to 30 November 2006. 
 
Population for the Study 
The population for this study comprised all registered companies with more than 100 employees 
from all sectors of industries. This list or sampling frame of respondents was furnished by 
Jabatan Tenaga Kerja Semenanjung Malaysia (JTKSM). The reason for capturing the LMI data 
from only these companies was that companies with more than 100 employees would have a 
larger range of job titles as compared to the smaller companies. There are 5800 companies 
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registered with the Peninsular Malaysia Work Force Department (Jabatan Tenaga Kerja 
Semenanjung Malaysia - JTKSM) which fall into this category. This study was set out to be a 
census on these 5800 companies. However, within the data collection period allocated for the 
study, only 980 companies responded with completed questionnaires that were usable for the 
study. With a high volume of data received from these 980 companies, which comprised more 
than 12600 job titles, it was deemed sufficient for fulfilling the purpose of this study. 
 
Instrument Development 
The instrument for primary data was developed through a rigorous workshop deliberation. The 
members of this workshop constituted representatives from both Universiti Utara Malaysia 
(UUM) researchers and a team from JTKSM. During this workshop, the instrument was 
developed and defined with respect to contents, parameters, and structures.   
 
The structure of the instrument was divided into two main sections. The contents and 
parameters of section one was designed to capture: 
• Work force distribution and composition with respect to: 
 industrial sector, 
 geographical location, 
 local and foreign status, 
 ethnicity, 
 gender, and 
 qualification. 
 
Section two of the questionnaire captured the following information: 
• Occupation titles and job types with regard to: 
 wages and benefits, 
 job descriptions, 
 job and skill requirements, and 
 employment vacancies. 
 
Data Collection 
Data was collected by JTKSM officers during their statutory visits to the companies’ premises. 




Statistical data from section one of the instruments were input into Statistical Packages for 
Social Science (SPSS) and a spreadsheet. The data were formatted according to the needs of the 
study. The raw data that was captured from the questionnaire was diagnosed, transformed, and 
cleaned before the final analysis was done. 
 
Even though general demographic information could be gathered using SPSS, however, due to 
the structure of the questionnaire and the responses given, the process of data handling using 




Therefore, it was then decided that a database was required to perform the required operations 
that were needed to fulfil the objectives of the study. This is an additional task that was 
performed by the research group from JTKSM. The data that was initially stored in the SPSS 
system was then converted to fit into appropriate fields in a newly constructed database, 
developed using MS Access 2003 software.  
 
For the section on qualitative data of LMI, content analyses were done extensively to translate 




The findings of this study are divided into two sections: the LMI database and related factors 
pertaining to information stored in the database. 
 
Development of LMI Database 
Data is considered as an extremely important element of any organisation that desires to be 
competitive and successful in all its endeavours. The processes of decision-making and planning 
require updated and easily accessed data that is crucial for making the correct decisions and 
plans. These processes would be hampered by manually stored data, usually in the form of 
paper-based data, which leads to either incorrect decisions being made, or the correct decision is 
not derived in time. Therefore, there is a need for data to be in digital form, which is easily 
accessible at the touch of a button. Electronic databases are becoming increasingly prevalent.  
 
In a joint effort by the JTKSM, and the then Faculty of Technology Management1, Universiti 
Utara Malaysia (UUM), data from various companies in many sectors were gathered from 
throughout Malaysia. There paper-based data was then converted into a digitised form, namely 
an electronic database. This database would not be useful without the knowledge of accessing 
the information in appropriate ways, i.e. database programming is required to make it simple for 
the individuals in management to be able to access data without the hassles of programming. 
The Labour Information Exchange 2007 (LMI 2007): Prototype Version 1.1 is the result of 
many months of labour involving hundreds of thousands of pages of paper-based data that were 
keyed into a database, namely a Microsoft Access 2003 database, so that the objectives of this 
effort would be met. 
 
This research effort is the initial start toward developing a comprehensive system containing 
information that would help in the decision-making activities of an organisation. However, it 
must be stressed here that the prototype developed for this research, which is the output of this 
research, is just a database and not a system per se.  
 
Information Retrieval 
The database keeps all information in digital form and the extraction of information can be 
performed in accordance to the needs of individual stakeholders. In order to assist with the 





to the needs of relevant stakeholders that could interact with the database. The identification of 
variables on each interface was done through extensive research team discussion and literature 
references. Thus, this interface may perhaps not be as comprehensive yet. Further alignment 
with the needs of relevant stakeholders would be appropriate for the next phase of this research.   
 
Database Structure 
The pivot point that instigates the whole information structure inside the database is the three 
types of company ownerships that are Wholly Owned Local companies, Wholly Owned Foreign 
companies, and Joint Venture companies. Further explorations into the database are driven by 
alignments of stakeholders’ needs with respective variables correspond to these types of 
company ownerships. For instance, specific users can search for information like statistics for 
gender distributions, workforce compositions, job status, job titles, salary and wages, and job 
vacancies in each type of company ownerships by matching them through appropriate search 
outlines.  
 
In addition to that, this database which keeps information on at least 980 companies that 
responded from all over Peninsular Malaysia is also structured to match the above information 
with industrial sectors which include all those presented in Table 1. From these responding 
companies, more than 12,700 job positions were extracted, which contained almost 2000 unique 
job titles. These data are now available in the database that can be easily accessed with the press 
of a button. 
 
Table 1 Distinct sector types 
Sector Type 
1. Agriculture, Hunting, & Forestry 
2. Construction 
3. Education 
4. Electricity, Gas & Water Supply 
5. Financial Intermediation 
6. Fishing 
7. Health & Social Work 
8. Hotel & Restaurants 
9. Manufacturing 
10. Mining & Quarrying 
11. Other Community, Social & Personal Service Activities 
12. Private Household with Employed Persons 
13. Public Admin & Defence, Compulsory Social Security 
14. Real Estate, Renting & Business Activities 
15. Transport, Storage & Communication 
16. Wholesale & Retail Trade; Repair of Motor Vehicles, goods 
 
Furthermore, this database has the required features and capability to handle such future 
modifications to align with future requirements.  Other features of the database include a 
switchboard implementation whereby the user is presented with a main screen or window and 
all that is required from the database can be accessed through this window (Figure 1). If, for one 
reason or another, new functions are needed in the database, the user can easily modify the form 
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Information used in the discussion throughout the following sections refers solely to the LMI 
database constructed as an information bank for the Malaysian workforce. The database was 
developed through a survey on companies registered with JTKSM as hosting 100 or more 
employees.   
 
General Information 
Deriving from the constructed database, total workforce involved are 250,523, constituted by 
175,500 locals and 75,023 foreigners. These figures represent 60.66% male employees and 
39.34 female employees as shown in Table 2 below.   
 
Table 2 Type of workforce 
Type of Workforce Male Female Total 
Foreign 57060 17963 75023 
22.78% 7.17% 29.95% 
Local 94908 80592 175500 
37.88% 32.17% 70.05% 
Total 151968 98555 250523 
60.66% 39.34% 100.00%
 
Most of these employees are providing services to Wholly Locally Owned companies (136,746 
– 54.58%) across all industrial sectors. In comparison, 42,380 (16.92%) of them are 
contributing their energy and efforts in Joint Venture companies while 71,397 (28.50%) are in 
Wholly Foreign Owned companies.  
 
Across all types of companies involved, the employment of local people turns out to be 70.05% 
of total workforce involved while that of foreign employees constitutes 29.95%. The figures 
used for the above discussion can be referred to in the following cross-table (Table 3).   
 
Table 3 Workforce by type of company owned 
Types of Company Male Female Total 
Wholly Locally Owned 
90302 46444 136746 
66.04% 33.96% 100.00% 
59.42% 47.12% 54.58% 
Joint Venture 
29029 13351 42380 
68.50% 31.50% 100.00% 
19.10% 13.55% 16.92% 
Wholly Foreign Owned 
32637 38760 71397 
45.71% 54.29% 100.00% 
21.48% 39.33% 28.50% 
Total 151968 98555 250523 
60.66% 39.34% 100.00% 
From the number of questionnaires sent out, a total of 57 questionnaires were returned, 







Inevitably, each of the above issues brings about significant relationships that build the labour 
landscape of this country.  In many instances, they are purportedly the important variables that 
contribute to critical management decisions pertaining to labour definition, labour utilisation, 
labour development, job definition, skill requirements and so on at both operation’s and 
organisation’s perspectives. Besides that, the above variables also could lead to making macro-
level decisions like cost effectiveness, strengths of workforce, speediness of learning, sturdiness 
of experience, viability of investments, competitiveness, and so forth. 
 
Additionally, further extensions to information’s wealth would definitely lead to a longer list of 
benefits for all stakeholders. The outputs of this research are represented by two major products 
that are the LMI database and its contents. 
 
LMI Database 
LMI has been, in many developed countries, very helpful for stakeholders to match their needs 
and requirements with the development of labour market.  Thus, the construction of LMI that 
describes local labour needs and requirements is highly critical for many reasons. 
 
For this research, the establishment of LMI database was a very challenging task since 
information on labour market were initially still too large. Activities like identifying effective 
information and analysing them were very excruciating since there was no proper foundation 
yet to exist in local environment during the early stage.  Therefore, much of the research time 
was spent for developing the right instrument that could capture effective information to 
construct the building block of the database.   
 
The structural and infrastructural designs of LMI database is flexible enough to cater for further 
widening of information span.  At this juncture, the magnitude of information stored is still 
tolerable as far as the capacity is concern.  However, it is anticipated that more and more 
information may need to be kept as the labour market switch to greater complexity.  At that 
point, the system administrator might have to be responsive enough to have the system migrated 
to a more suitable technology which is expected to be built around software, storage capacity, 
and speed.       
 
Besides that, it is advisable that further research be conducted to have the constructed LMI 
database migrated to a well defined web-based LMI decision support system. It is seen that the 
LMI database would later be a system that would not just provide raw information but also 
processed information for the designated stakeholders pertaining to making critical decisions 
like investments and so on. Thus, embedding quantitative formulae into the equations would be 
necessary so that statistical information on relative factors could be made widely accessible to 
stakeholders in all corners of the globe. A proper design of web-based LMI decision support 
system is seen significant even at the current moment due to escalated competitive phenomena 






As for the database contents, LMI database constructed from this research stores basic 
information on (as discussed in the preceding section): 
• local and foreign workforce demographic factors in relation to the type of company 
ownerships, 
• distribution of age group throughout all industrial sectors, 
• three job status that exist in local environment, 
• matters pertaining to job descriptions, 
• levels of education throughout the industrial workforce, and 
• short term vacancies in labour market.  
 
Of course, the flexibility of the database will always provide spaces for further inclusion of 
other important variables in respond to changing labour needs and requirements. 
 
The other aspect of the product that needs to be viewed critical to the LMI database is the 
dynamism of the information. So, it is advised that the survey exercise be conducted 
progressively as to increase the wealth and the volume of information. This exercise will help 
make information stored more precise and updated. In this case, it is seen that re-devising the 
instrument would be critical in order to attract more respondents relaying much needed 
information. 
 
CONCLUSION AND RECOMMENDATIONS 
 
In the early part, the research has successfully led to constructing appropriate definition for LMI 
suitable for the Malaysian environment. As defined in the early part of this report, Labour 
Market Information (LMI) can be broadly viewed as the information needed by individuals and 
organisations to make proper decisions about the labour market. In narrower terms, LMI is an 
instrument that provides information about supplies of and demands for labours in a certain 
labour market. In other words, LMI allows each individual to respond to market signals such as 
wage changes and job opportunities in a timely fashion.  
  
The second part of the research involved defining appropriate information to be stored in LMI. 
For that, the research team worked through a few brainstorming workshops to design a proper 
instrument that could capture effective information from respondents.  As a result, the 
instrument designed for this research has successfully translated basic information needed for 
LMI as defined by the research objectives. 
 
Finally, the database management system is seen to be a reliable tool that can be used for the 
planning and decision-making processes by all stakeholders like prospective investors, 
researchers and all interested parties. LMI database management system which runs on MS 
Access 2003 software is a capable system that is flexible enough for further enhancement in 
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